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ABSTRACT 
The rapid internationalization of business today requires an ever increasing 
number of managers to work overseas. However, the high rate of expatriate failure 
raises a practical concern regarding the effectiveness of expatriates. It is often 
recommended by researchers that a way to improve expatriates' effectiveness is 
through cross-cultural adaptation. In early literature, much attention has been paid to 
the antecedents of expatriate adaptation; however, little has been done on its 
consequences. 
By integrating impression management theory and the cognitive information 
processing approach, this study empirically examines the effects of the expatriate's 
adaptation on the local subordinates' perception of attitudinal similarity with the 
expatriate, his/her liking of the expatriate, and his/her evaluation of the expatriate's 
performance. 
The study conducted a survey of 188 Chinese employees working in 
American companies operating in Beijing. The results show that the expatriate's 
interaction adaptation and work adaptation are positively related to the subordinate's 
perception of attitudinal similarity with expatriate. The expatriate's interaction 
adaptation also has a significant influence on subordinate's liking of the expatriate, 
‘ but work adaptation does not. In addition, a significant relationship between 
perceived attitudinal similarity and liking of expatriate are founded. Still, perceived 



















‘ 来的理论发展及管理实践提出了 一些建议. 
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Background of the Study 
The increasing global competition results in many corporations expanding 
their businesses into the international market, which has greatly increased the 
interaction between people of different countries and cultures. As corporations 
expand across borders, many business people are assigned to work overseas. These 
expatriates are playing an increasingly important role in managing today's global 
business. The intercultural abilities of expatriate managers have been recognized as 
important to "bottom-line" performance of multinational business (Dowling & 
Schuleer, 1990; Stening & Hammer, 1992). Therefore, studying expatriate 
managerial behavior and performance on their international assignments is very 
important. 
The growing international competition requires corporations to improve the 
cross-cultural management aspects of their business. However, research shows that 
many expatriates perform badly on their overseas assignments. For example, 
although European and Japanese expatriates are regarded to have relatively low 
failure rates (i.e., the percentage of expatriates who either request or are requested to 
return early), about 5% to 15% of them show failure records (Tung, 1982). U.S. 
firms have even higher expatriate failure rates, which range from 16% to 40% 
(Black, 1988; Black & Gregersen, 1991; Tung, 1981, 1982). Even among those 60% 
r 
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to 84% of expatriates who do not return early, approximately half are considered 
ineffective by their firms (Black & Gregersen, 1991). The problems is significant, 
because the direct cost of bringing a manager back and finding a replacement is very 
high, ranging from $50,000 to $200,000 (Black & Stephens, 1989; Black & 
Gregersen, 1991). To make things worse, the cost for ineffective expatriates is even 
higher, with about $300,000 per year to maintain a manager in an overseas post 
(Black & Gregersen，1991; O'Boyle, 1989). Besides the financial loss of companies, 
the failure of expatriates has an adverse affect on the expatriates themselves. For 
example, failed expatriate managers often lose their reputation and confidence, and 
experience frustrations. Accordingly, the important nature of the expatriate role 
combined with the additional difficulties that expatriates experience makes the study 
of expatriates of special interest. 
Objective of the Study 
A number of researchers have pointed out that cross-cultural difficulties can 
inhibit successful overseas managerial performance, as evidenced in increased 
organizational costs, problems in coping with life in a foreign environment, culture 
shock, and even premature return home (Black, 1988; Harris & Moran, 1987; Tung, 
1981, 1982). In other words, effective cross-cultural interaction is one critical 
determinant of expatriate's success. Although cross-cultural interaction can take 
place in all the aspects of an international business, such as peer-peer, employee-
client, and manager-subordinate, the relationship between expatriate manager and 
t -
subordinate is particularly important. The performance of an organization is closely 
related to the level of cooperation between the manger and his/her subordinates. 
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Gabarri (1978) showed the importance of understanding the relationship 
between managers and subordinates in his study. He also pointed out that the broad 
topic of interpersonal relationships has been studied fully by social scientists, but, 
relatively few studies have focused on the development of working relationships, in 
particular, the relationships between manager and subordinates. In response to the 
call of Gabarri's, researchers have conducted more studies in this area recently. 
However, little attention has been paid on the working relationships in cross-cultural 
settings (Boyacigiller & Adler, 1991; Thomas & Ravlin，1995). 
A key problem that expatriate managers may face is how to bridge the 
cultural distance between themselves and local subordinates. Adapting one's 
behavior more closely to that of another culture has been advocated as a way to 
improve interpersonal relationships (Black & Mendenhall, 1991; Mendenhall & 
Oddou, 1985, 1986; Thomas & Ravlin, 1995; Tung, 1984; Zimmerman, 1985). A 
majority of earlier studies have thus examined what factors influence expatriates' 
success on their international assignments. However, little research has empirically 
examined the effectiveness of cultural adaptation. 
To address the gaps, this study attempts to (1) propose a conceptual model for 
understanding the effect of expatriate's adaptation behavior on local subordinate's 
evaluation of expatriate's performance; (2) explore the process through which 
expatriate's adaptation influences local subordinate's perception. Specifically, we 
examine the relationships between an expatriate's adaptation and the local 
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subordinates' perception of attitudinal similarity with the expatriate, their liking of 
the expatriate, and evaluation of the expatriate's performance. 
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The context of this study is interactions between American expatriate 
managers and Chinese subordinates. The context of this research is important for its 
academic and practical meanings. Since the introduction of open door policy in the 
P.R.China, direct foreign investment has surged, accompanied by a considerable 
influx of foreign businesses. The U.S. is one of the largest foreign investors in 
China, and a large number of American expatriates are working in Mainland China. 
According to Hofstede (1980)，the U.S. and China are significantly different in terms 
of power distance, uncertainty avoidance, individualism, and masculinity. Besides, 
the U.S. and China also differ in political and economic systems. Thus, for American 
expatriates, it is a real challenge to effectively manage their Chinese subordinates. 
Significance of the Study 
Theoretical Importance 
This study advocates the need for more thorough investigation on the 
consequences of expatriate adaptation. Traditionally, researchers usually assume a 
simple direct link between expatriate's adaptation and high performance or 
effectiveness. However, quantitative studies on this relationship are deficient. In this 
study, we empirically examine the relationship between expatriate's adaptation and 
some outcome variables, such as perceived attitudinal similarity, and liking and 
performance evaluation. The results of this study enrich the existing expatriate 
« 
adaptation literature. Furthermore, This study is the first integrating impression 
management theory and information cognitive processing approach to examine the 
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consequences of expatriate adaptation. The incorporation of well-established theories 
into expatriate study provides a more solid theoretical basis for our understanding for 
expatriate adaptation. Thus, this study presents a breakthrough by extending existing 
expatriate literature. 
Practical Importance 
The study provides some insights to both multinational companies and 
expatriate managers. For multinational companies, by examining expatriate's 
adaptation on their overseas assignment, the present study can shed some light on 
selecting, retaining and developing effective expatriate managers for assignments 
requiring cross-cultural management skills. Researchers (e.g. Tung, 1982) found that 
most of multinational companies did not place enough emphasis on expatriate 
selection and training; the old conviction being that a good manager in the domestic 
context will also be successful overseas. However, this study suggests that 
managerial attitudes and values differ from one culture to anther, as does effective 
managerial behavior. Therefore, multinational corporations must pay attention to 
provide a useful training program to expatriate candidates in order to help them to 
understand how to work effectively in foreign countries. For expatriates, this study 
also implies that the effectiveness of expatriate adaptation is contingent on local 
subordinates' perception. That is, whether an expatriate's behaviors are evaluated 
positively by subordinates is directly related to local subordinates' support and 
. cooperation to the expatriate. Understanding local subordinates' cognitive 
information processing can help expatriates to deal with the cross-cultural difficulties 
they may encounter. 
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In the following chapters, we will first review existing literature and propose 
a conceptual model. Next, the data and the research methodology will be discussed. 
Then, the results of data analyses will be presented. Finally, the theoretical and 





This chapter begins with a review of the expatriate adaptation literature. Next, 
we suggest that impression management theory and cognitive information processing 
approach can be adopted as the theoretical basis for exploring expatriate' adaptation. 
Then, the literature in the both fields is reviewed. 
Expatriate's Adaptation 
In expatriate literatures, "culture shock" is one of the most popular terms. The 
concept of culture shock originates from Oberg's (1960) study. He referred to the 
distress experienced by the sojourners as a result of losing all the familiar signs and 
symbols of social interaction. Getting through the culture shock phase can be very 
painful for many sojourners (Selmer, 1997). If expatriates cannot successfully deal 
with the shock, they are likely the experience troubles. As early research has noted, 
many expatriates cannot perform effectively in their overseas assignments, and some 
expatriates have to return home early. Prior research in international business 
relations (Graham & Sanyo, 1991; Tung, 1988; Zimmerman, 1985), training of 
expatriate managers (Mendenhall & Oddou, 1985, 1986), and cross-cultural 
adjustment (Black & Mendenhall, 1991) prescribes adaptive behavior as a way to 
improve the chance of expatriate success. In cross-cultural studies, adapting one's 
‘ behavior more closely to that of another culture has also been recommended for 
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expatriates to reach desired goals (Black & Mendenhall, 1991; Mendenhall & 
Oddou, 1985，1986; Thomas & Ravlin, 1995; Tung, 1984). 
In the early expatriate literature, "adaptation" and "adjustment" are 
interchangeably used to signify an expatriate's behavioral or psychological change in 
a host country. However, scholars (e.g., Searle & Ward, 1990; Ward & Kennedy, 
1992; Ward & Searle, 1991; Selmer, 1997) recently proposed that a distinction 
between psychological adjustment and sociocultural adjustment was needed. 
According to these researchers, psychological adjustment refers to subjective well-
being or mood states, while sociocultural adjustment deals with the ability to fit in or 
negotiate interactive aspects of the host culture. Psychological adjustment focuses 
on attitudinal factors of the adjustment process (e.g., Grove & Torbiom, 1985; Juffer, 
1986; Oberg, 1960), while sociocultural adjustment emphasizes social behavior and 
practical social skills underlying attitudinal factors (e.g., Black & Mendenhall，1991). 
This distinction is consistent with the opinion proposed by Jim, Lee & Gentry (1997) 
that behavioral changes (sociocultural adjustment) may have to be adopted 
involuntary due to existing environment while attitudinal changes (psychological 
adjustment) are likely to be more voluntary. In this study, we are interested in the 
change in expatriate's behavior, that is, sociocultural adjustment. Sociocultural 
adjustment is actually the same concept as "adaptation" used by Thomas and Ravlin 
(1995). It is defined as the change in an expatriate's behavior to more one typical of 
that in another's culture. 
Adaptation/sociocultural adjustment can be viewed as having three primary 
dimensions: degree, mode, and facet. 
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• Degree of adaptation can be viewed as the degree to which the person has 
mastered the role requirements and is able to demonstrate that adaptation via his 
or her performance. 
• Mode of adaptation involves the manner in which the individual adapt to the new 
role. Several scholars (Allen & Meyer, 1990; Black & Ashford，1995; 
Nicholson, 1984; VanMaanen & Schein, 1979;) have argued that the individuals 
can adapt by altering the new role to match better themselves or by altering their 
own attitudes and behaviors to match better the role expectations. 
VanMaanen and Schien (1979) were amongst the first to argue that 
individuals could make adaptation by changing aspects of their jobs. However, it is 
not easy for a new member to change the job greatly when the individual enters an 
existing organization that has histories, and structures (Black & Ashford, 1995). 
This problem is particularly obvious for expatriates because they enter not only a 
new organization, but also a new society. Nicholson (1984) argued that individuals 
could adapt by changing themselves. In order to fit in, individuals can change how 
they appear, interact with other, or behave in general. Accordingly, self-change 
seems to be more practical and feasible for expatriates. In our study, the focus will be 
put on the self-change adaptation of expatriates. 
‘ • Black (1988) argued there are at least two facets of adaptation: work adaptation 
and general adaptation. Work adaptation emphasis on expatriate's behavioral 
changes in job-related aspects, general adaptation refers to expatriate's 
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behavioral changes in daily life. Further, Black and Stephens (1989) proposed a 
three-facet model. The third facet, interaction adaptation was added in the new 
model. Besides work adaptation and general adaptation, Black and Stephens 
contended that interaction with locals within and outside of work was also an 
important facet of expatriate adaptation. 
In expatriate adaptation literature, general adaptation is measured by items 
relating to how an expatriate adapts to local food, shopping, housing conditions, etc. 
For subordinates, the daily life of their expatriate manager seems not to be so 
relevant. In addition, it is less possible for local subordinates to provide accurate 
information on these items. Therefore, this study will focus on more important job-
related factors, or, an expatriate's adaptation in the work and interaction aspect. We 
can find support for examining only two facets from Thomas and Ravlin's study 
(1995). Thomas and Ravlin tested the effects of expatriate's adaptation in an 
experimental setting. Expatriate's adaptation was manipulated through asking 
expatriates to display different adaptive behaviors when they interact with local 
subordinates in a project discussion. The study found significant positive 
relationship between expatriate's adaptation and perceived effectiveness by 
subordinates. 
In a word, in this study, we will focus on examining the effect of expatriate's 
self-change adaptation behavior in the work and interaction aspect. Reviewing 
‘ previous literature, we find most of the prior research has been descriptive, and few 
studies have examined the theoretical basis of expatriate adaptation behavior. 
I' 
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Research on impression management provides insights into our understanding of the 
underlying dynamics of expatriate adaptation. 
Impression Management 
There is an enduring slogan: "We should not judge a book by its cover". 
However, people often judge others by their "covers" and are themselves judged by 
others in the same way. Although a biased judgement often brings some negative 
influences on interpersonal relationships, people can also benefit from others' 
positive impression of them. Early research has paid wide attention to the study of 
impression management, particularly in organization settings. It has been found that 
the successful control of behavior by a manager may lead to subordinates' favorable 
categorization and positive impression. On the basis of these positive impressions, 
subordinates may rate the manager positively and provide more support to the 
manger. 
The phenomenon of impression management has been defined as any 
behavior by a person that has the purpose of controlling or manipulating the 
attributions and impressions formed of that person by others (Tedeschi & Riess， 
1981), the conscious or unconscious attempt to control images that are projected in 
real or imagined social interactions (Schlenker, 1980), and an attempt by one person 
(actor) to affect the perceptions of her or him by another person (target) (Schneider, 
1981). Although researchers defined the construct in different ways, the consensus is 
that impression management can be regarded as a purposive, goal-directed behavior 
(Bozeman & Kacmar, 1997). 
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The scope of impression management is a continuing source of debate 
(Schlenker & Weigold，1992). Some authors view impression management as 
restricted to select circumstances, people, and roles (Jones & Pittman, 1982; Leary & 
Kowalski, 1990; Snyder, 1987). Those with such restrictive views associate 
impression management with a narrow set of motives (e.g., personal gain or 
approval) and criticize that impression management simply involves pretense or 
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deceit. Scholars with a broader view argue that there is nothing wrong with 
impression management. These scholars' view draws heavily upon the work of 
Goffman, who see "reality" as socially constructed (Brissett & Edgley，1990). 
Goffman (1959) was one of the firsts who conceptualized the phenomenon of 
impression management within his dramatugical model of social life. According to 
Goffman, persons in social interaction function as "actors" whose "performances" 
depend upon the characteristics of both the situation and the audiences. These actors 
on the stage of life strive to control the images or identities that they portray to 
relevant others in order to obtain desired social, psychological, or material end-states 
(Leary & Kowalski, 1990). In this study, we adopt the second approach. To speak 
objectively, there is nothing inherently superficial or deceitful about impression 
management, and is simply a way to package the information in order to lead target 
audiences to desired conclusions. 
Impression management is very important in interpersonal interaction, 
‘ particularly in organizational settings. In recent years, more researchers have 
examined how individuals can manage or manipulate the impressions others hold of 
them (Kumar & Beyerlein，1991; Schriesheim & Hinkin, 1990; Bauer & Green, 
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1996). For example, Yukl and Falbe (1990) asserted that managers could use 
impression management tactics to help insure that their subordinates view them as 
competent and proficient in their jobs in order to guarantee strong, positive 
subordinate evaluation. 
The goal of impression management is to manage the impressions of 
observers by manipulating the information available to them on which their 
impressions are based (Schlenker, 1980). This goal is achieved by strategically 
exhibiting behaviors that will cause a target to view the stimulus person as desired 
(Bozeman & Kacmar, 1997). In the cross-cultural context, expatriates often 
encounter problems that can impede their managerial effectiveness. Therefore, 
adaptation is particularly advocated as an effective impression management tactic in 
international settings. If an expatriate can properly modify their behavior according 
to the norms and customs of host society, he will be accepted more easily by locals. 
As noted by Thomas & Ravlin (1995), expatriate adaptation, as an impression 
management strategy, can lead to positive response by local employees. 
Performance Evaluation in Leader-Member Exchange 
The aim of expatriates' manipulation of behavior is to induce positive 
responses from local subordinates. The cost, to expatriates, of effective adaptation, is 
time and effort. Therefore, a primary concern to expatriates is the effect of their 
behavioral adaptation. That is, how do the local subordinates evaluate them? And 
whether their adaptation has actual impact on subordinates' evaluation? By 
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reviewing studies on performance evaluation, we found performance evaluation was 
widely investigated in the leader-member exchange field. 
The Leader-member exchange (LMX) model, formerly referred to as the 
vertical-dyad linkage model, was introduced during the mid-1970s. The theory 
describes working relationships between manager and subordinates in an 
organization (Castleberry & Tanner, 1986). LMX research has involved areas such as 
/ 
performance evaluation (Liden, Wayne & Stilwell, 1993; Wayne & Ferris, 1990)， 
perceived similarity (Liden, Wayne & Stilwell, 1993; Turban, Jones, & Rozelle, 
1990), and job satisfaction (Graen, Novak & Sommerkamp, 1982; Scandura & 
Graen, 1984; Wayne & Ferris, 1990). The widespread application of LMX theory is 
evidence that it is a useful tool for understanding the dynamics of dyadic working 
relationships in organizational settings. 
The LMX model evolved from social exchange theory. Social exchange 
researchers asserted that dyadic relationships are developed through a series of 
exchanges, which take place because both parties can benefit from the exchange. An 
important component of social exchange theory that is useful in understanding LMX 
is the norm of reciprocity (Gouldner, 1960). According to Graen and Scandura 
(1987), each party must offer something the other party sees as valuable and each 
party must see the exchange as reasonably equitable or fair. Blau (1964) also argued 
that the exchanges entail unspecified obligations. When a leader or employee 
‘ provides benefits to the other party that the provider's work role does not mandate, 
reciprocity should come into play (Gouldner, 1960). If one person does another a 
favor, there is an expectation of some future return, though exactly when it will occur 
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and in what form is often unclear (Gouldner, 1960). Therefore, when expatriates 
adapt their behavior in the host country, they expect that local subordinates will give 
favorable response towards their efforts. 
One of the contributions of the theory lies in its fundamental premise: 
different exchange relationships exist between leader and their subordinates. These 
exchanges range from low to high quality. Why does the level of exchange 
relationship vary? Blau, when describing the differences between social and 
economic exchange, said, "Only social exchange tends to engender feelings of 
personal obligation, gratitude, and trust; purely economic exchange as such does not" 
(1964, p. 94). This distinction between social and economic exchange is 
fundamental to the way in which low and high exchanges have been distinguished in 
LMX research (Liden & Graen，1980; Liden, Wayne & Stilwell, 1993; Zalesny & 
Graen, 1987). Low-quality leader-member relations have been characterized in 
terms of economic (contractual) exchanges that do not progress beyond what is 
specified in the employment contract, whereas high-quality leader-member relations 
have been characterized in terms of social exchanges that extend beyond what is 
required of employment agreement. Therefore, it is reasonable to say that an 
expatriate's adaptive behavior, which is regarded as an extra effort beyond his job 
duty, may initiate social exchange between expatriate and subordinates which, in 
turn, lead to high quality exchange relationships. 
‘ The LMX model has been found to explain a number of important outcomes 
and other factors important in managing people. For example, research suggests that, 
in comparison with a low quality exchange relationship, a high quality exchange 
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relationship is related to higher performance evaluation (Liden, Wayne, & Stilwell， 
1993; Scandura & Graen，1984; Wayne & Ferris, 1990), mutual support (Dienesch & 
Liden, 1986; Graen & Scandura, 1987), and less subordinate turnover (Graen & 
Scandura, 1987). In this study, we are particularly interested in the performance 
evaluation. 
Judge and Ferris (1993) asserted that there might not be a more important 
human resources system in organizations than performance evaluation. Indeed, this 
critical role of performance evaluation has promoted systematic efforts to develop a 
more informed understanding of the performance-rating process. Performance 
evaluation has been given a lot of attention by organization behavior researchers. 
Previous studies have examined both the evaluation of a manager by subordinates 
and evaluation of the subordinates by a manager. The focus of this study is the 
former. To study subordinate's evaluation of manager is essential because decisions, 
such as whether to obey or to follow a manager, are based on subordinates' 
perceptions of the leader (Ashford, 1989). Subordinates are more likely to support a 
manager's decisions and action, when the manager is perceived to be competent. In 
other words, if a manager owns the respect and admiration of his subordinates, he 
can enjoy a higher degree of freedom in managing people and running his 
organization (Podsakoff & Schriesheim，1985; Yukl, 1989). By contrast, if a 
manager is evaluated poorly, subordinates with poor performance may have the 
excuse to place the causal responsibility for their own poor performance on the 
‘ manager (Teas & McElroy, 1986; Lagace, Castleberry & Ridnour, 1993). 
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Cognitive Information Processing 
Although researchers have investigated the different types of exchange 
relationships between a manager and his/her subordinates, the basic process through 
which the interaction occurs is not very clear. Studying an individual's evaluation 
and behavior towards others, and understanding the formation of a person's 
perceptions is the first step. Research on perceptions has focused on the way in 
which information about a person is encoded and organized in memory and how the 
resulting mental representations are retrieved and transformed into social judgement, 
affective reactions, and behavioral decisions (Srull & Wyer，1989). 
Research on cognitive categorization and information processing sheds light 
on our understanding of the formation and development of exchange relationships 
between manager and employees. In general, the primary stages in the processing of 
information are attention, categorization, recall, and information integration. On the 
basis of this basic process, researchers have proposed many models to describe the 
ways in which information is processed and how these processes influence and 
individuals' assessments and behavior (Hastie & Park, 1986). Although these models 
may be applicable to a variety of research areas, they are most widely used in 
performance evaluation studies (Feldman, 1981; Ilgen & Feldman, 1983; Wayne & 
Ferris, 1990). 
According to Rosch (1975), an individual forms certain perceptions or 
impressions of people through cognitive categorization process. The perception will 
- guide the individual's later evaluation and reaction towards the target. He asserted 
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that people are surrounded by much information and are unable to deal with all of it. 
Therefore, people develop a cognitive structure to help them organize and process 
information efficiently. These structures consist of categories that develop slowly 
over time through repeated experience with objects, persons, and situations. The 
categories are like pigeon-holes that are labeled with zip codes. Just as a postman 
can sort mail into appropriate pigeon-holes according to their zip codes, people often 
classify individuals into different groups relying on some traits of the target person. 
Thus, the information that needs be dealt with is reduced greatly. 
Categories possess some very distinct features (Crocher, Fishe & Taylor, 
1984). A category contains a set of prototypes that represent the essential 
characteristics of category members. People use these characteristics to define 
category members and classify others into different categories. For example, if 
observers discern resemblance between salient actions or qualities of an individual 
with their prototype of an effective manager, they will label the stimulus person as a 
effective manager and store it into memory. The observer can then use this label to 
explain the stimulus person's behaviors when asked to make judgements. 
According to Taylor (1981)，people have multiple characteristics, and the 
characteristics that are most salient form the basis for categorization. Expatriates 
have a dual-status: one is leader, the other is foreigner. 
‘ We can get some insights into the leader image of expatriates from leadership 
categorization theory developed by Lord (1985) and Lord, Foti & Phillips (1982). 
The premise of this approach is: perceiving someone as leader involves a relatively 
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simple categorization (leader/nonleader or leader/follower) of the stimulus person 
into already existing categories. Lord and his colleagues proposed that if an observer 
thinks one person's quality or behavior matches the observer's prototype of a leader, 
he will classify that person as a leader and store this impression into his long-term 
memory (Cronshaw & Lord, 1987). On the other hand, if observed features or 
actions do not fit the leader prototype, then the target person is encoded into memory 
as a non-leader. When making later judgements about the encoded individual, 
observers then rely on the corresponding prototype to outline their impressions 
(Crowshaw & Lord，1987). According to Crowshaw and Lord (1987), labeling of an 
individual as a leader is very important because someone recognized as a leader will 
gain social power and influence. If individuals are labeled as nonleaders, they may 
have difficulty in influencing the behavior of subordinates and may not receive credit 
for positive group outcomes for which they were actually responsible (Shaw, 1990). 
Expatriates face larger challenge than local mangers in managing their 
subordinates, because they have to overcome the barrier of culture distance. People 
usually form in-group and out-group differentiation towards others they encountered. 
It has been suggested that people usually favor one's in-group members over out-
group members. There are two ways to categorize people as in-group member or out-
group member, relying on what the person does (behavior and performance) or who 
the person is (physical or social attribution, such as race, social class) (Triandis, 
1983). For expatriate managers, it is not possible to change their physical attributes. 
‘ However they can gain more favorable categorization by modifying their behaviors. 
As noted early, the effectiveness of expatriate managers is contingent on how their 
management behavior is perceived by host-country employees (Selmer, Kang and 
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Wright, 1994). The perceptions of behavior, affected by both the expatriate's 
objective performance as well as the and subordinate's categorization process, is the 
direct determinant of subordinate's judgement of expatriate. 
According to Scrull & Wyer (1989), individuals encode spontaneously a 
target person's behavior in terms of general trait concepts. Individuals form a general 
evaluative concept of the target person, such as likable or dislikable. It is the 
evaluative concept that then forms the basis of the observer's overall impression of 
the target person. Two evaluative concepts, perceived attitudinal similarity and 
liking, have been found significantly related to leader-subordinate interaction 
outcomes, in particular, performance evaluation. Previous research has reported that 
a subordinate's perceived attitudinal similarity with a manager and liking of the 
manager significantly predict performance evaluation in working settings. 
Perceived similarity is one of most central theoretical and empirical 
constructs in organization behavior studies (Medin, Goldstone & Centner, 1993). In 
the past, researchers have conceptualized and measured perceived similarity in a 
number of different ways, such as demographic similarity (Tsui & 0’Reilly，1989), 
value similarity (Liden, Wayne & Stilwell, 1993), personality similarity (Byrne, 
1971) and attitudinal similarity (Phillips & Bedeian, 1994). According to Phillips and 
Bedeian (1994)，attitudinal similarity plays a determinant role in leader-subordinate 
interaction. In this study, we adopt the perceived attitudinal similarity as our focal 
‘ construct. 
2 0 
The degree of interpersonal attraction, liking and disliking, is often referred to 
as affect (Liden, Wayne & Stilwell, 1993). A number of studies (e.g., Liden, Wayne 
& Stilwell，1993; Wayne & Ferris, 1990) have found that affect plays a pivotal role 
in the formation and development process of the relationship between supervisor and 
subordinates. One important affective factor, liking, has been established as a critical, 
if not dominant, variable in the interpersonal interaction research, especially in the 
study of people's performance evaluation of others (Dipboye, 1985; Villanova & 
Bernardin, 1989). For example, Dipboye (1985) proposed that a rater's liking for the 
ratee directly biases the rater's evaluation of that ratee's performance. 
Summary 
In summary, by integrating impression management research and cognitive 
information processing approach, we can get a more comprehensive understanding 
on expatriate adaptation. Actually, expatriates display different managerial behaviors 
during interaction with local subordinates. Through cognitive information 
processing, local employees encode and categorize these different behaviors, and 
form the impressions and evaluative concepts of expatriates, and store the image in 
their memory. When local subordinates are asked to make judgements about their 
expatriate managers, they retrieve relevant information that already exists in their 
mind. Thus, it can be argued that expatriates' adaptation is able to influence 





Based on the literature review, we developed a conceptual framework. 
Several hypotheses are proposed to examine the relationships between an 
expatriate's work and interaction adaptation and the local subordinates' perception of 
attitudinal similarity with expatriates, liking of expatriates, and evaluation of 
expatriates' performance. The conceptual framework of the relationships between 
the variables is presented in Figure 1. 
Research Context 
The context of this study is the interactions between American expatriates and 
Chinese subordinates. We choose this setting to test the conceptual model because 
we believe it is a typical representative of the domain of today's international 
business. With its large emerging market and the increasing purchasing power of its 
population, China has become one of the countries receiving large amounts of 
foreign investments. The U.S. is one the largest investors who have come to China. 
With the influx of American business corporations, more and more American 
expatriates are assigned to work in China. However, these expatriates often 
encounter difficulties in working and living in Mainland China, especially at the 
beginning period of their staying there. This is partly due to culture distance between 
‘ China and the U.S. So far, the most appealing measure of national cultures is 
Hofstede's (1980) culture index, namely, power distance, individualism, masculinity, 
and uncertainty avoidance. According to Hofstede's culture index, China and U.S. 
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are extremely different, especially in terms of power distance and individualism (see 
Table 1). 
Table 1 Cultural Index 
Country m i m MAS UAI 
U.S.A. 40 91 62 46 
China 90 20 66 40 
The origin of Chinese culture is Confucianism, which has been a predominant 
ideology of China for thousands of years. Basically, Confucianism stresses on 
hierarchical principals and order of strata. It asserts that governors or parents should 
be responsible for supervising and controlling their people or children, and these 
juniors should respect and obey their governors or parents (Jun Jun Chen Chen, Fu 
Fu Zi Zi). Reflected in organization settings, thus, Confucianism stipulates the 
hierarchical relationship between superior and subordinate. Therefore, it is natural 
that the power distance in Chinese society is far larger than that in western countries. 
China is a country with high levels of collectivism. Through the 
establishment of interpersonal relationships (guawci) based on the exchange of 
services, Chinese people gain protection in the hierarchical society (Semler, 1998). 
For most Chinese, there is an obvious line of demarcation between in-group 
members and out-group members. Chinese usually have close connections with in-
group members, while have little trust on our-group members. People assume that in-
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group members are more reliable than out-group members and prefer to cooperate 
with in-group members. 
Due to these differences between China and the U.S., it is not unusual that 
American expatriates have difficulties understanding the thinking, logic, and 
behavioral principal of the Chinese Culture. At the other side, the Chinese have 
complex feelings towards those American expatriates. First, American expatriates 
usually hold middle or high positions in the organizations. The role of subordinate 
asks Chinese subordinates to follow their superior's decisions, according to the 
hierarchical principals. However, simultaneously, American expatriates, as 
foreigners, are usually identified as out-group members and hardly gain a Chinese's 
confidence. Under the contradicting information, Chinese subordinates' perception 
of expatriate managers becomes very subtle. Therefore, the study of the dyadic 
relationship between American expatriates and Chinese subordinates is of great 
interests. 
Hypotheses 
According to Thomas & Ravlin (1995), the motivation for adapting one's 
behavior to be more like that typical of another culture is the belief that this behavior 
will result in perceptions of similarity by the perceiver. Every country has its unique 
history and tradition, and people in different society think and behave in different 
, ways. When expatriates first enter a new culture, they are not sure about what 
behavior is acceptable. Over time, they may find that many behaviors that are 
acceptable in their home country are not acceptable in the host country. Conversely, 
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some behaviors that are prohibited in home country may be allowed in host country. 
In order to bridge the culture distance, expatriates can modify their behavior. As 
noted by Black & Gregersen (1991), the basic process of an expatriate's adaptation is 
the reduction of uncertainty by learning which behavior is appropriate in the new 
culture and which ones are not. The behavior modification can be interpreted by 
locals as agreement on the manner in which local people perceive the world. Thus, 
those expatriates who display adaptive behavior can be inferred to have the similar 
attitudes with locals. 
Hypothesis la: Expatriate's interaction adaptation has positive effect on the 
perceived attitudinal similarity by local subordinates. 
Hypothesis lb: Expatriate's work adaptation has positive effect on the perceived 
attitudinal similarity by local subordinates. 
Zeira, Harari & Nundi (1975) investigated expatriate and local subordinate's 
perceptions of the desired pattern of organizational behavior and concluded that low 
morale and dissatisfaction among local employees was the result of a non-adaptive 
managerial behavior imposed by the expatriate managers. As Jones and Wortman 
(1973) noted, people find it hard not to like a person who thinks highly of them. 
Therefore, when expatriates modify their behaviors, their efforts can be regarded as 
acceptance and respect of host nation's culture and host people's value system, thus, 
‘ leading favorable response. For example, Wayne and Ferris (1990) found that 
appropriate use of impression management tactics can lead to favorable reaction, 
particularly an observer's increased liking for or affect towards individuals. Wayne 
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& Liden (1995) also asserted that people could control the impressions that others 
form by manipulating their behavior, and often exerting such control will result in 
liking by a target. Therefore, it can be argued that expatriate adaptation can lead to a 
positive affect of local subordinates. 
Hypothesis 2a: Expatriate's interaction adaptation has positive effect on the local 
subordinate's liking of the expatriate. 
Hypothesis 2b: Expatriate's work adaptation has positive effect on the local 
subordinate's liking of the expatriate. 
According to Byrne (1971) and Liden, Wayne and Stilwell (1993), one of the 
most established findings in the social psychological studies was that similarity was 
related to interpersonal attraction. Actually, besides attraction, similarity can also 
lead to other positive outcomes, such as more communication and friendship 
(Lincoln & Miller, 1979). Many early studies have supported the idea that similarity, 
particularly attitudinal similarity, can lead to positive affect for the target person. 
Usually, people tend to categorize a target person as an in-group member when they 
perceive attitudinal similarity with others. It is because their self-image is thus 
confirmed. Due to the common beliefs and opinions, an in-group member is assumed 
to be closer to the observer. The closeness usually leads to positive psychological 
reactions. Therefore, we propose the relationships between attitudinal similarity and 
‘ liking. 
Hypothesis 3: Local subordinates' perception of expatriate's attitude similarity is 
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positively related to their liking of the expatriate. 
Perceived similarity can lead to many favorable results in interpersonal 
interaction. Early studies have found that perceived similarity is significantly related 
to performance evaluation (Turban & Jones, 1988; Wayne & Liden, 1995). 
According to cognition researchers, people develop self-schema for organizing 
perception of themselves (Markus, Smith & Moreland，1985). When people evaluate 
others, they compare their self-image with information of a target person. It implies 
that individual's stereotype of desired characteristics or behaviors of the target 
person is greatly influenced by their self-schema. Researchers (Atwater & 
Yammarino, 1992; Shore, Shore & Thornton, 1992) found that most people evaluate 
themselves positively. Therefore, if similar attitudes or beliefs are discerned, 
observer tends to form positive judgement to the target person. Thus, individuals are 
more likely to evaluate a person who is similar to them more positively than one who 
is less similar. 
Hypothesis 4: Local subordinates' perception of attitudinal similarity to expatriates 
is positively related to their performance evaluation of expatriates. 
It is suggested that liking can influence an individual's encoding of the target 
person's behavior as well as his recall when he is asked to evaluate the target 
person's performance. For example, Dipboye (1985) proposed that a rater's personal 
‘ liking for the ratee directly biased the rater's evaluation of that ratee's performance. 
According to Wayne and Liden (1995), people may be selectively attentive to other's 
behavior, noticing and storing information concerning the positive performance of a 
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liked person and negative performance of a disliked person. Furthermore, When they 
actually need to evaluate others, they tend to recall the positive information of a liked 
person and the negative information of a dislike person. Therefore, the liked 
expatriate managers will be evaluated more favorably by local subordinates than 
disliked expatriate managers. 
Hypothesis 5: Local subordinates' liking of an expatriate manager is positively 





Having proposed seven hypotheses in previous chapter, we describe sampling 
procedure and measurements in this chapter. 
Overview 
Since the purpose of the study is to explore the work relationships between 
American expatriates and Chinese employees in American companies operating in 
Mainland China, a questionnaire survey was used as the main instrument of data 
collection in this study. Although dyadic data is the most ideal to study relationships 
between manager and subordinate, we could only collect data from one side of the 
relationship due to the restriction of time and cost. As we mentioned before, self-
report data of expatriates has some limitations in methodology, we focus on 
investigating local subordinate's perception of expatriate's adaptation and 
performance, their perception of attitudinal similarity with the expatriates, and their 
liking of the expatriate in this study. In order to make up the limitation of lacking of 
dyadic data, we interviewed both of American expatriates, who are working or ever 
worked in Mainland China, and their Chinese subordinates in pilot study. Based on 
their comments, we modified our questionnaire to enhance the reliability and validity 
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of scales. The details of measurement reliability and validity are discussed later. 
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Sample 
The sample used to test the proposed hypotheses was taken from Directory of 
Liaison Offices of Foreign Enterprises & Investment, Financing and Banking 
Institutions in China (Liu, 1998). The directory collects almost 6,000 foreign 
enterprises, overseas Chinese invested enterprises, Hong Kong, Taiwan and Macao 
related enterprises, investment companies and financing and banking institutions that 
have set up liaison offices in China. It is regarded as one of the latest and most 
comprehensive resources of information on foreign enterprises operating in China. 
The sample selected for this study is American companies operating in 
Beijing. In order to reduce the extraneous sources of variation, we selected the 
companies only in the electronics industry and finance industry. We selected these 
industries because they are two of the most influential industries in which foreign 
companies have invested in China. According to the statistics data in the Directory of 
Standing Representative Organizations of Foreign and Territorial Companies in 
China (Li, 1998), 22% U.S. companies have invested in Electronics Industry, and 9% 
in Finance Industry. 
Our subjects are Chinese employees employed by American companies 
operating in Beijing. Due to the difficulty of getting detailed information, such as 
name and mailing address, of these employees, we first mailed a sample of 
( 
questionnaire and a self-stamped return envelope to the company representative 
whose names are listed in Directory of Liaison Offices of Foreign Enterprises & 
Investment, Financing and Banking Institutions in China (Liu, 1998). In the covering 
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letter, we explained our study and invited their companies to participate in the 
survey. Follow-up phone calls were also made about three weeks later. The aim of 
telephone follow-up was to confirm whether they had received our mail, and whether 
there were expatriates working in their companies. In addition, we requested those 
companies interested in this study to return reply form by mail, fax or E-mail. 
Among the 100 companies we sent letters to, 5 companies returned the reply 
form and expressed their willingness to participate. However, one company was 
excluded due to the small number of their Chines employees. Thus, we decided to 
collect data in the remaining four American companies operating in Beijing. After 
the initial contact through phone, we went to Beijing to distribute 100 questionnaires 
in each of the four companies. A total of 191 questionnaires were returned - 60, 58, 
39 and 34, respectively from the four companies, but three were deemed invalid due 
to incompleteness. 
Forty-four of the valid questionnaires are from the male employees and 144 
from female employees. A majority of these employees (57.4%) are between 25 and 
30 years old (63 persons below 25 years old, and 14 persons above 30 years old), and 
almost 75% of the employees have a university degree. The average number of 
months they have worked in the current company is 25.7(s.d. = 15.5). The average 
number of months that the employee has worked together with his or her expatriate 
manager is 21.3 (s.d. = 11.1). With whom the Chinese employees have worked, 174 
‘ are male (92.6%). Eighty-four are American, including 31 American-bom Chinese. 
Of other expatriates, 53 from Hong Kong and Taiwan, and 45 from other countries. 
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The demographic data of the expatriates and Chinese employees are shown in Table 
2. 
Since our data comes from four different companies, to assess the potential 
bias, we used One-way ANOVA to test the difference among the responses of 
Chinese employees working in the four companies. Through One-way ANOVA, we 
did not find Chinese employees in the four different companies have any significant 
difference among the main variables in this study. Therefore, we merged the 
responses from four companies to do analysis (see Table 3). 
In addition, the portion of gender of Chinese employees do not balance in this 
study. Again, a One-way ANOVA was used to check whether bias exists. 
Fortunately, the result of One-way ANOVA did not show any significant difference 
between female subjects' response and that of male subjects. The summary of One-
way ANOVA analyses is presented in Table 4. 
Questionnaire 
The general questionnaire we used for this study was developed mainly from 
existing measures of focal concepts with some necessary modifications. We felt it 
was prudent to primarily use existing measures, because their reliability and validity 
have already been demonstrated in earlier studies. However, concerning the specific 
study context, a questionnaire in Chinese was used. The Chinese version was 
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translated from the English version through back-translation technique. In order to fit 
Chinese culture and social reality, we modified or deleted some inappropriate items. 
To test the internal consistency of the measures, we calculated Cronbach's Alpha for 
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items of each variable, the results showing that good internal consistency was 
obtained, (see Table 5) 
The questionnaire was developed through four steps. First, based on the 
existing literature, we defined main constructs and selected measurement scales that 
had been used in former studies. Second, we translated the English questionnaire into 
Chinese. To make the translation more reliable, three bilingual PH.D students were 
asked to back-translate the questionnaire into English. Having compared their 
translations, we clarified some ambiguity so that the questions in Chinese became 
more clear on what they tried to ask. The third step was to check content validity of 
the questionnaire. That is, we had to ensure the designed questionnaire was suitable 
for Chinese culture, since most of the items used in this questionnaire were adopted 
from former American studies. To test the questionnaire's content validity, we 
interviewed 3 American expatriates (two of them even worked in Beijing and 
Shanghai, the other is currently working in Shenzhen) and 4 Chinese employees 
employed by American companies operating in Shenzhen. Finally, we pre-tested the 
questionnaire with 30 Chinese employees working in American companies operating 
in Shenzhen City to check the reliability and validity. Based on the result of primary 
analysis, we finalized our questionnaire (see Appendix III). 
The questionnaire is made up of six parts. The fist and the last part are 
concerning the background information of expatriates and Chinese employees. Part 
‘ two asked Chinese employee's perception of his or her expatriate manager's 
adaptation. Part three, four and five asked separately the Chinese subordinate's 
33 
perception of attitudinal similarity with his or her expatriate manager, liking of the 
expatriate manager and evaluation of the expatriate manager's performance. 
Measurements 
Expatriate ’s Adaptation 
Expatriate's adaptation means an expatriate changes his/her behavior to be 
more like that of the locals'. According to Black (1988), adaptation is a multi-
dimensional construct. There are three dimensions of expatriate adaptation: 
interaction adaptation, work adaptation, and general adaptation. In this study, we 
focus on the first two dimensions. Expatriate adaptation is measured with 5 items, 
which were developed by Black (1988) and Black & Stephens (1989). Among these 
items, the first 3 are related to an expatriate's adaptation in the interaction aspect. 
Chinese employees were asked to indicate their agreement or disagreement on a 6-
point Likert scale (from "strongly disagree" to "strongly agree") towards the 
statements about how has their expatriate manager adapted to interacting with 
Chinese subordinates on a day-to-day basis, socializing with Chinese subordinates, 
and conversing with Chinese subordinates. Item 4 and item 5 are used to measure 
expatriate's adaptation on job-related aspects. Subjects were asked to answer on a 6-
point Likert scale (from "strongly disagree" to "strongly agree") how has their 




Because this research is an explorative study on American expatriate 
adaptation in Mainland China, we modified some items used in Black's (1989) study 
to meet the requirement of study context. In order to check the reliability and validity 
of the scale, we adopted exploratory factor analysis, which was proposed by 
Tabachnick and Fidell (1989) as an appropriate method to group variables that are 
correlated. The five-item scale was analyzed using a Principal Component Method 
with a Varimax Rotation of factors. Based on the criterion that eigenvalue is equal to 
or greater than one, a two-factor structure was obtained. The result of exploratory 
factor analysis is presented in Table 6. From the summary, we can see the two factors 
explained 80.5 percent of the total variance. Almost all the items loaded cleanly on 
the two factors. 
Factor 1 was labeled as interaction adaptation. All of the three items loaded 
referred to the interaction aspect of expatriate's adaptive behaviors. They consisted 
of expatriate's adaptation in interacting, socializing and conversing with local 
subordinates. The first and second items cleanly loaded on factor 1. Though the third 
item had cross loadings on the two factors (.747 on factor one and .426 on factor 
two), we did not remove this item from the factor for validity reason. A reliability 
test of the three items in Factor 1 produced a relatively high Cronbach's Alpha of 
.85, so the internal consistency was obtained. 
The remaining two items of expatriate's adaptation to job responsibility and 
‘ supervising responsibility loaded strongly (above .80) on the second factor and 
below .30 on the first factor. A reliability test of the two items in Factor 2 produced a 
Cronbach's Alpha of .81, which is good enough to accept. The second factor 
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assessed expatriate's adaptation in fulfilling job responsibilities and supervising 
Chinese employees, so we termed it as work adaptation. 
Subordinate's Attitudinal Similarity with Expatriate Manager 
Previous research indicated that perceived attitudinal similarity was more 
important than actual similarity in the relationships between manager and 
subordinates (Phillips & Beddan, 1994). In early studies, researchers measured the 
construct from different perspectives. For example, in Phillips and Bedeian's study 
(1993), subjects were asked to assess the similarity between themselves and 
followers in terms of their attitudes towards family, money, career strategies etc. 
However, measures developed by Liden, Wayne and Stilwell (1993) are more widely 
adopted. In this study, the six items measuring perceived attitudinal similarity are 
based on the study of Liden, Wayne and Stilwell (1993). Subordinates were asked to 
respond to a 6-point scale ranging from "strongly disagree" to "strongly agree". A 
sample item is "my expatriate manager and I handle problems in a similar way". A 
relatively high internal consistency was obtained {a = .85). 
Subordinate's Liking of Expatriate Manager 
We measured liking with four items used by Engle and Lord (1997), which 
was developed by combining the items used by Turban, Jones and Rozelle (1990) 
‘ and items used by Wayne & Ferris (1990). Items are measured on 6-point scale 
ranging from "strongly disagree" to "strongly agree". For example，the Chinese 
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subordinates were asked to assess whether he or she enjoys working for his or her 
expatriate manager. The Cronbach's Alpha reliability estimate was .80. 
Subordinate's Performance Evaluation of Expatriate Manager 
A large number of studies on performance evaluation have resulted in all 
kinds of scales measuring the construct. In this study, we used seven items to 
measure a subordinate's performance evaluation of expatriate managers. The items 
are mainly adopted from Wayne and Liden's study in 1995. Responds were asked to 
rate all the seven items on 6-point scales ranging from "strongly disagree" to 
"strongly agree". A sample item is "My expatriate manager has been effectively 
fulfilling his/her roles and responsibilities". The Cronbach's Alpha for the five items 
was .79. 
Control Variables 
Seven potential covariates were controlled to prevent potential profounding: 
Chinese subordinate's expectation of expatriate's adaptation, the years that the 
expatriate manager and Chinese subordinate have worked together, expatriate's 
gender, nationality, subordinate's age, gender and education. Including controls is 
indispensable to ensure that the hypothesized effects are observed, even when 
considering the effects of the specific control variables. 
f • 
Thomas and Toyne (1995) found that Japanese expatriates' moderate level 
adaptation resulted in higher level of perceived effectiveness by American 
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subordinates, compared to no adaptation and too high adaptation. It implies that 
American subordinate's had different expectation of managerial behaviors towards 
foreign managers. Although subordinate's response towards different levels' 
adaptation of expatriate managers is beyond of the main interest of this study, we 
used subordinate's expectation of expatriate adaptation as a control variable. This 
construct was measured by asking subjects to indicate their agreement/disagreement 
on a six-point scale towards the statement that expatriates should adapt their behavior 
according to Chinese culture. 
Previous study has identified that variables such as subordinate and 
supervisor's sex, age, education may be related to subordinate or supervisor's 
perception of similarity and affects towards the other part (Phillips & Bedeian, 
1994). Besides these demographic variables, Ronald (1998) also used the years that 
subordinate and his or her supervisor have worked together as a control variable on 
supervisor-subordinate relationships in his study. Additionally, since the expatriates 
studied were not homogeneous in nationality, we also used expatriate's nationality as 
a control variable. Gender was measured by a dichotomous variable, with 0 standing 
for men and 1 standing for women. Age was measured by six categories ranging 
from "below 25 years old" (1) to “ above 45 years old (6). Education was coded on a 
four-point basis ranging from “ less than high school" (1) to "master degree and 
above" (4). Expatriate's nationality was specified by subordinates. Years that they 





This chapter presents the statistical method adapted and reports the results of 
multiple regression analyses. 
Statistical Method 
We used multiple regression analysis to test the hypotheses addressing the 
relationships among expatriate adaptation, perceived attitudinal similarity, 
subordinate's liking of expatriate, and subordinate's evaluation of expatriate's 
performance. To examine the significance of the mediating effects, a series of 
regression models were adopted, which was recommended as an appropriate method 
by Baron and Kenny (1986). To test mediation, several regression models are 
estimated. First, regressing separately mediators, perceived attitudinal similarity and 
liking of expatriates, on the independent variables, expatriate's interaction adaptation 
and work adaptation in mode 1 and model 2. Then, model 3 examined the 
relationship between two mediators. In the forth model, we explored the direct effect 
of independent variables on dependent variable, evaluation of expatriate's 
performance. Finally, evaluation of expatriate's performance was regressed on both 
‘ of the two mediating variables and independent variables in model 5. In equation 
form, these models can be expressed as following: 
、 
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Model 1 ： Similarity = Po + Pi Inte-Adap +P2 Work-Adap +E 
Model 2: Liking = po + Pi Inte-Adap +P2 Work-Adap +s 
Model 3: Liking = po + Pi Similarity + 8 
Model 4: Evaluation = po + pi Inte-Adap +p2 Work-Adap +s 
Model 5: Evaluation = Po + Pi Similarity +p2 Liking 
+p3 Inte-Adap + p4 Work-Adap +8 
(Inte-Adap = Interaction Adaptation; Work-Adap = Work Adaptation) 
In the equations, po is the intercept, Pm is the coefficient, and s stands for 
error. The prediction ability of the models can be assessed by F-statistics and R . As 
a rule of thumb, the bigger F and R^ values are, the more explaining powerful the 
model has. 
Hypotheses Testing 
Table 7 reports variable means, standard deviations, and intercorrelations 
among the study variables. The Pearson's correlation analysis shows that the 
correlation of predictors was very low. Therefore, the problem of multicollinearity is 
not serious in this study. 
‘ Hypothesis la predicts that expatriate's interaction adaptation is positively 
related to the Chinese subordinate's perception of attitudinal similarity with the 
“ expatriate manager. Similarly, hypothesis lb predicts that expatriate's work 
V 
4 0 
adaptation is positively related to the Chinese subordinate's perception of attitudinal 
similarity with the expatriate manager. In model la, similarity is regressed on the two 
independent variables. According to the result of regression analysis, the F(2, 175) 
ratio is 24.109, which means the variance of two independent variables explain a 
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significant part of variance of perceived attitudinal similarity (R = .22, adjusted R = 
.21, p < .01). Concerning the coefficients of two independent variables, we find both 
of the expatriate's interaction adaptation (p = .16, p < .05) and work adaptation (p = 
.44，p < .01) have significant effect on the subordinate' attitudinal similarity with his 
or her expatriate manager. Therefore, hypothesis la and lb are supported. 
Hypothesis 2a and hypothesis 2b propose separately that expatriate's 
interaction adaptation and work adaptation are positively associated with 
subordinate's liking of the expatriate. Although the F (2, 178) ratio equals to 19.441, 
combined with the R^ = 1 8 and adjusted R^ =.17, suggests a significant effect of the 
independent variables on dependent variables, we find it is the variance of 
expatriate's interaction adaptation (P = .41, p < .01) explains a significant portion of 
variance of subordinate's liking of his or her expatriate manager. However, the 
coefficient of expatriate's work adaptation is only .10 (p > .05). It means whether 
local subordinate like his or her expatriate manager does not depend on the degree of 
expatriate's adaptation in job-related aspect. Therefore, hypothesis 2a is supported, 
while hypothesis 2b is not supported. 
‘ We proposed a positive relationship between subordinate's perception of 
attitudinal similarity with his or her expatriate manager and his or her liking of the 
expatriate manager. To test the hypothesis, liking is used as dependent variable and 
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perceived attitudinal similarity is used as independent variable in regression analysis. 
The significant coefficient of perceived attitudinal similarity (.17), with F (1, 177)= 
4.899, implies that the variance of attitudinal similarity explains a significant portion 
of the variance of subordinate's liking of expatriate Accordingly, hypothesis 3 is 
supported. 
According to Barron and Kenny (1986), to establish mediation, three 
conditions must hold: first, independent variable must affect mediator; second, 
independent variable should have an effect on dependent variable; finally, the 
mediator must have a direct relationship with dependent variable. Besides, after the 
proposed mediator is added into equation, the effect of independent variable on 
dependent variable must become weaker in the full equation than in the equation 
without the proposed mediator. Model la and model lb have examined the 
relationship between expatriate's adaptation and the first proposed mediator: 
attitudinal similarity. The relationship between expatriate's adaptation and liking of 
expatriate, the second proposed mediator, is examined in model 2a and model 2b. 
Then, we use model 4 to test the second equation. Evaluation is regressed on 
expatriate's interaction and work adaptation. The F (2,168) statistics of the overall 
model is 29.015, (R^ = .26, Adjusted R^ = .25, p < .01). By examining the 
coefficients of two independent variables, we find expatriate's interaction adaptation 
is significantly related to subordinate's evaluation of the expatriate's performance (P 
= .51 , p < .01), while expatriate's work adaptation has not a significant impact on 
‘ performance evaluation (P = .51, p > .05). 
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In Model 5, subordinate's evaluation of expatriate's performance is regressed 
by the two proposed mediators: attitudinal similarity and liking. Result of the 
regression analysis produces a good fit of the model, with F(2,164) = 24.766, R^ = 
.23, and adjusted R^ = .23. Concerning the coefficient of the two mediating variables, 
we find both df them (perceived attitudinal similarity p = .21, p < .01; subordinate's 
liking of expatriate p = .41, p < .01) are significantly related to dependent variable. 
Based on the results, hypothesis 4 and hypothesis 5 are supported. 
Finally, we adopt the last step to test mediation effect. Hierarchical regression 
analysis method is used. Subordinate's evaluation of expatriate's performance is 
regressed on both of two independent variables and two mediating variables. First, 
two proposed mediators are entered in the regress model. Then two independent 
variables are entered in black 2. Result of the hierarchical regression analysis shows 
a good fit of the full model, F(4，159) = 19.578, R^ = .34, and adjusted R^ = .32. 
Regarding the parameter estimates of the two independent variables, we find 
expatriate's interaction adaptation is significantly related to performance evaluation 
(P = .35, p < .01), while the relationship between expatriate's work adaptation and 
performance evaluation is not significant. This result is consistent with that in Model 
4a. When we compare the two parameter estimates with those in Model 4a, we find 
the evidence that the two independent variables are attenuated with the proposed 
mediating variables' enter. According to the results, we conclude that subordinate's 
perception of attitudinal similarity with expatriate manager is a full mediator between 
< 
expatriate's work adaptation and subordinate's evaluation of expatriate's 
performance, and a partial mediator between expatriate's interaction adaptation and 
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subordinate's evaluation of expatriate's performance. Subordinate's liking of the 
expatriate manager is a partial mediator between expatriate's interaction adaptation 
and subordinate's evaluation of expatriate's performance. 
As for the effects of control variables, the beta coefficients of these variables 
were not significant (see Table 8). The results of the analysis suggested that 
demographic variables, such as expatriate's sex, subordinate's age, education, had 
not significant impacts on the relationships proposed. 
All in all, through data analyses, six hypotheses were supported among the 
seven proposed hypotheses. Expatriate's interaction adaptation was positively 
associated with perceived attitudinal similarity by subordinate (Hypothesis la). 
Similarly, expatriate's work adaptation was positively associated with perceived 
attitudinal similarity by subordinate (Hypothesis lb). Expatriate's work adaptation 
was positively associated with subordinate's liking of the expatriate manager 
(Hypothesis 2a). And, subordinates' perceived attitude similarity is found to be 
significantly related to subordinates' liking of their expatriate manager (Hypothesis 
3). Next, subordinate's perception of similarity with expatriate was positively related 
to subordinate's evaluation of his or her expatriate manager's performance 
(Hypothesis 4). Also, subordinate's liking of his or her expatriate manager was 
positively related to subordinate's evaluation of the expatriate manager's 
performance (Hypothesis 5). However, hypothesis 2b was not supported. It was 
found that there was not significant relationship between expatriate's work 
< 
adaptation and subordinate's liking of the expatriate manager. The results are 
summarized in Table 9. 
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CHAPTER 6 
DISCUSSION AND CONCLUSION 
This study has sought to explore the relationships between expatriate's 
adaptation and subordinate's perception of attitudinal similarity with expatriate, 
liking of expatriate, and evaluation of expatriate's performance. This chapter 
discusses findings in each of the areas. 
Discussion of Findings 
First, the results of this study provide evidence of the distinctiveness of 
expatriate's interaction adaptation and work adaptation. Using Exploratory Factor 
Analysis, we proved the existence of two different constructs representing the 
interaction adaptation and work adaptation. We also found interaction adaptation and 
work adaptation resulted in different outcomes. The distinct pattern of outcomes 
further demonstrates the existence of these two types of adaptation. Thus, this study 
provides support to the past practices of measuring adaptation as a multi-dimensional 
concept. 
Both expatriate's interaction adaptation and work adaptation are found to be 
positively related to subordinate's perception of attitudinal similarity with the 
‘ expatriate manager. This finding indicates, as predicted, local subordinates perceive 
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themselves to be more attitudinal similar to the expatriate managers who adapted 
well than to those who did not. 
Interaction Adaptation - Perceived Attitudinal Similarity 
Liden and Mitchell (1988) found that leaders could manipulate their daily 
behaviors to create the appearance that they were similar to the subordinates. When 
expatriates interact with the local subordinates, they may imitate locals' behaviors to 
accommodate the behavior pattern of the host culture. Local subordinates identify 
expatriate's behavior and compare the prototype of the expatriate and themselves. 
According to Byrne (1971), people tend to perceive themselves as similar to 
individuals who exhibit positive behaviors towards them. Perceiving themselves as 
similar to expatriates who changed into desirable behaviors (adapting to host culture) 
represents one way for local subordinates to affirm their self-image. 
Work Adaptation - Perceived Attitudinal Similarity 
The positive relationship found between expatriate's work adaptation and 
local subordinates' perception of attitudinal similarity with the expatriate is constant 
with contingency approach. The assumption of this approach is that distinctions exist 
in the managerial concepts and practice from country to country, due in part to the 
culture differences. England and Lee (1974) found that nationality was significantly 
related to managerial values across cultures. Thomas and Toyne (1995) also found 
< 
that subordinates had significantly different managerial prototype of their foreign 
managers, dependent on the manager's nationality. Americans and China are very 
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different in terms of value, belief and managerial concepts. When expatriates modify 
their behaviors in the work-related aspect, they are trying to demonstrate some 
congruence between their managerial method and Chinese's prototype of 
management. The congruence, to some extent, can be perceived by Chinese 
employees as attitudinal similarity. 
Our study found that Chinese subordinates thought expatriate managers 
adapted well in interacting with local employees, but seldom adapted their behaviors 
in work-related aspect. Regression analysis has further indicated that expatriate's 
interaction adaptation is found to be positively related to subordinate's liking of the 
expatriate manager, while expatriate's work adaptation does not found to have any 
significant relationship with local subordinate's liking of them. 
Interaction Adaptation - Liking 
Researchers have asserted that people can use certain impression 
management tactics to lead target person into desired perception. For example, 
Tedeschi and Melburg (1984) found the person who engaged in impression 
management might enhance their behavior target's liking for them. Actually, by 
behaving in a more appropriate way, expatriates try to create an impression of being 
friendly. Thus, expatriates reduce subordinate's feeling of isolation from them and 
make themselves perceived to be easy to approach. Wayne and Ferris (1990) found, 
when people identify a person as an in-group member, they are willing to establish 
‘ frequent and close interaction patterns with the target person. Closeness of 
interaction often led to liking (Byrne, 1961). Therefore, expatriates who can 
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effectively adapt in interacting with subordinates are better liked than non-adaptive 
expatriates. 
Work Adaptation - Liking 
The unexpected result that there is no significant relationship between work 
adaptation and liking may be explained by Chinese employees' admiration of 
American management and the change in nature of modern management. First, with 
its strong economic and political influences in the world, U.S. is usually regarded as 
having advanced technology and managerial system. Since 1978, China's "open 
door" policy has given Chinese more chances to know western cultures. Most young 
Chinese people are curious about occidental civilization and have strong interests in 
learning advanced knowledge and experiences from the West. In particular, people 
who choose to work for American companies usually have more positive attitudes 
towards American management practice. Therefore, although many expatriates do 
not attempt to change the way they work to cater for traditional Chinese ways, local 
subordinates can still regard their management style as valuable. Second, as 
mentioned by Thomas and Toyne (1995), a modem prototype of an effective 
manager may reflect characteristics indicative of both Western and Eastern cultures. 
With more and more communications between the West and the East, people have 
recognized the necessity of learning from each other. Especially in international 
business, people leam to accept variant management concepts existing at the same 
time. As a result, the definition of good management has been broaden greatly. 
Accordingly, it may be argued that the expatriate's interaction adaptation, rather than 
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work adaptation, plays a more important role in determining local subordinates' 
liking of expatriate manager. 
Perceived Attitudinal Similarity - Liking 
A positive relationship was found between subordinate's perception of 
attitudinal similarity with expatriate manager and subordinate's liking of the 
expatriate. This finding is consistent with the results of early research. Affect has 
long been regarded as the one of the major components of interpersonal interaction. 
It is found that perceived similarity played a critical role in determining individuals' 
affect towards a target person. Due to the similarity perceived, the observer supposes 
that there are many common things that they can share with the target, thus, intends 
to communicate and interact more frequently with the target. Usually, people 
categorize an attitudinal similar person into in-group member. To in-group members, 
people tend to create more trust and positive affect. Therefore, perceived attitudinal 
similarity of subordinates with their expatriate manger can lead to their liking of the 
expatriate. 
Perceived Attitudinal Similarity 一 Performance Evaluation. 
The results show that local subordinate's perception of attitudinal similarity 
with his or her expatriate manager is related to the subordinate's evaluation of 
expatriate's performance. This is consistent with previous studies. For example. 
Turban, Jones and Rozelle (1990) found individuals who were perceived as being 
attitudinally similar to a rater received more favorable evaluations than those who 
V 
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were not thus perceived. People usually form certain evaluation by comparing the 
prototypes of the target person and themselves. Research showed that people tend to 
rate themselves positively (Atwater & Yammarino, 1992). Therefore, the greater the 
perceived similarity is between an individual and a target person, the more positively 
the target person is rated. Besides, we assume that attitudinally similar supervisors 
and subordinates share a critical approach to their responsibilities. These people 
work together towards common objective, maintain commitments and pursue 
excellence. By enhancing understanding, the similarity makes the supervisor and 
subordinates rate each other in a positive manner. 
Liking - Performance Evaluation 
As predicted, subordinates' liking of expatriate is significantly related to their 
evaluation of expatriate's performance. This finding supports early research 
indicating that affective reactions influence performance appraisal (Tsui & Barry, 
1986). That is, rating bias often occurs as the result of the effect of like or dislike. 
Isen and Baron (1991) argued that positive affect facilitates the recall of information 
stored in memory that possesses a positive affective tone. Thus, liking of an 
expatriate can lead subordinate's recalling more positive performance-related 
behaviors and evaluative impressions. Accordingly, subordinates will rate liked 
expatriates' performance higher than those expatiates who are not liked so much. 
Thus, our results verify again that liking plays a dominant role in the development of 




In addition, the mediating effects of perceived attitudinal similarity and liking 
are examined. We found expatriate's interaction adaptation is significantly related to 
subordinate's evaluation of expatriate's performance, while expatriate's work 
adaptation does not have any significant effect on performance evaluation. When the 
proposed mediators - perceived attitudinal similarity and liking are added into the 
analysis model - the association between expatriate's interaction adaptation becomes 
weak. It means perceived attitudinal similarity and liking are partial mediators 
between expatriate's interaction adaptation and performance evaluation, and 
perceived attitudinal similarity is a full mediator between expatriate's work 
adaptation and performance evaluation. These results indicate that performance 
evaluation process is a complex phenomenon and can be influenced by multiple 
factors. The association of actual behaviors and rater's evaluation usually forms 
through cognitive information process. 
Additional Considerations 
The purpose of this study is to explore the effects of expatriate's adaptation 
on local subordinates' perception of attitudinal similarity, liking of expatiate, and 
evaluation of expatriate's performance. The effect of expatriate's nationality on the 
relationships is beyond the scope of our study. Do expatriates from different 
countries display different adaptation behaviors? Does expatriate's nationality bias 
local subordinate's' evaluation of the expatriate? Further analysis regarding 




The American and other Western expatriates share some common behavioral 
patterns, but expatriates form Hong Kong and Taiwan behave quite differently from 
their western counterparts. Although Hong Kong and Taiwan had/has been 
separated from Mainland China for a long time, Chinese people, whether in Hong 
Kong, Taiwan or Mainland, share the same roots of Chinese culture and value. 
Therefore, the pattern and degree of Chinese expatriates' adaptation may be very 
different from those of western expatriates. To make a preliminary exploration on 
this issue, we excluded Hong Kong and Taiwan expatriates from our data, and 
conducted an additional regression analysis. The results are presented in Table 10. 
Most of the relationships found earlier are replicated in the present analysis. 
However, subordinate's perception of attitudinal similarity with expatriate is not 
found to have any significant association with their evaluation of expatriate's 
performance. Furthermore, there is no significant relationship found between 
perceived attitudinal similarity and liking (see Table 11). Sterling and Hammer 
(1992) suggested that the cultural background of expatriates had important impact on 
expatriates' cross-cultural adaptation. From psychoanalytic perspective, expatriate's 
personality development has a strong impact on their adaptation behavior. 
Personality development is deeply based on childhood experiences, socialization 
practices, and educational system, which differ a lot from country to country. For 
example, Stening and Hammer (1992) found that American expatriates and Japanese 
expatriates differed significantly in perceived effectiveness, and judged intercultural 
abilities in developing satisfying relationships, communicating effectively, etc.. 
€ • 
Therefore, expatriates from different countries may display different degree and 
pattern of adaptation behavior. Furthermore, local nationals have different 
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expectations towards expatriates with different nationality. For example, American 
expatriates are usually regarded as more easygoing and approachable than Japanese 
expatriates are. Thus, the prototype that locals hold on expatriates may bias their 
evaluation towards expatriate. The analysis here is just a primary exploration of the 
issue; and future studies are needed to investigate the effects of expatriate's 
nationality on expatriate's adaptation and work relationships between expatriates and 
local subordinates. 
Theoretical Contributions 
This study is one of the firsts that have deeply investigated the outcomes of 
expatriate's adaptation. During the past decades, the antecedents of expatriate's 
adaptation have been the subject of a significant amount of research, while little 
research has examined the consequences of expatriate's adaptation. The lack of 
systematic accumulation of efforts on consequences of adaptation is due partly to 
ambiguities on people's understanding of expatriate adaptation. Many researchers 
simply assumed a direct relation between expatriate adaptation and performance 
(Mendenhall & Oddou, 1985). Some researchers even used expatriate's adaptation as 
the synonym of success of expatriate. However, in their study, Clarke and Hammer 
(1995) found that expatriate's performance and adaptation were predicted by 
different antecedents. Accordingly, there is no simple answer to the question on 
whether expatriate' adaptation will result in success. One of the important indicators 
of success is how the expatriate manager is perceived by subordinates. In this study, 
‘ we examined local subordinate's perception of expatriate's adaptation and 
subordinate's evaluation of expatriate's performance. We found through cognitive 
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information processing, local subordinates gave distinctive evaluations to expatriates, 
depending on the aspect and degree of expatriate's adaptation. Thus, the study 
extends the existing expatriate literature into a wider area. We suggest that future 
study should not be confined into examining the antecedents of adaptation only. In 
fact, the outcomes of adaptation should be paid more attention. 
This study also integrated concepts from research on impression management 
and cognitive information processing in an attempt to better understand the effects of 
expatriate's adaptation on the subordinate's responses. As suggested by early 
researchers, leader and member can use impression management tactics to induce 
desired outcomes, such as liking, commitment, and high leader-member exchange 
quality. Our study suggests adaptation is an effective impression management tactics, 
which can be used by expatriates to improve their relationship with subordinates. By 
adapting their behavior, expatriates can bridge the cultural distance between local 
subordinates and themselves, thus inducing favorable responses and reactions from 
subordinates. Furthermore, cognitive information processing approach provides a 
framework for explaining the underlying processes that occur in the formation and 
development of work relationships between expatriates and subordinates. 
Specifically, we examined the role of two cognitive constructs - perceived attitudinal 
similarity and liking. Our findings demonstrate that the rating process is subjective. 
Extraneous influences may enter the process at each of the cognitive steps that raters 
use to process information. Thus, consideration of the subjectivity of rating process 
is indispensable, when researchers investigate the performance evaluation decisions 
< 
of local subordinates towards their expatriate managers. 
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Finally, this study provided a different research design for investigating 
expatriate adaptation. Much of previous research relied exclusively on expatriate 
self-reports of adaptation and effectiveness. However, as Shay and Tracey (1999) 
suggested, local nationals are an important source of information that must be given 
more consideration. Achieving cooperate objectives requires expatriates to work and 
interact with a variety of individuals during an overseas assignment. And those who 
work closely with expatriates can thus provide information useful for determining 
how well an expatriate manager is achieving desired objectives and facilitating 
positive change. Another advantage of using subordinate as subjects is that it can 
help us understand the actual effects of expatriate's adaptive behavior, that is, 
whether the behaviors that expatriates themselves regard as proper or helpful to his 
effective management are perceived in the same way by the behavior target, i.e. 
subordinates. 
Practical Implications 
Cross-cultural training has long been identified as essential for the success of 
expatriates in the academic studies, but badly neglected by international companies 
(Black & Mendenhall, 1990). This study gives some insights to expatriate training 
program. Our findings suggest that the expatriate's cross-cultural adaptation affects 
the subordinate's perception of attitudinal similarity or liking, consequently, 
favorable evaluation. Interaction skills are essential for maintaining and developing 
cooperative work relationships between manager and subordinates from different 
cultures. Therefore, the aim of training program should not be only teaching 
expatriates the local language and local customs, but also giving some important 
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information on the underlying norm and value of a culture. However, it is not easy 
for expatriates to gain deep understanding of host country culture during the short 
time of pre-departure training. The interactions between expatriates and locals occur 
in certain social context. Without actual contacts with local nationals, it is not 
possible for expatriates to understand the difficulties they may encounter. Therefore, 
as a necessary complement, post-arrival training should be taken into account. As 
Selmer (1999) suggested, post-arrival training could help expatriates pattern a large 
amount of detailed and scattered information they have had, and form a structure of 
the host culture. This way helps expatriates overcome cultural barriers and improve 
effectiveness. 
Second, traditional conceptualizations of performance evaluation process 
imply that performance is a knowable and observable objective reality and that 
performance evolution is reasonable reflection of reality (Judge & Ferris, 1993). In 
the past decade, the focus of performance evaluation research shifted to investigate 
the underlying cognitive process in performance evaluation decisions. This study 
investigated this issue in cross-cultural context and found affect played an important 
role in performance evaluation process. The present study provides further support to 
the previous studies exploring the cognitive factors in performance evaluation 
process. Since the intervention of affect on people's evaluation process occurs 
automatically and can not be avoided, trying to find a performance appraisal system 
that is absolutely objective is not realistic. At organization level, corporations need to 
consider affect factor while designing performance appraisal system. For expatriate 
< 
managers, understanding the role of affect can help them leam to use it as a strategic 
tool to effectively manage subordinates and fulfill work responsibilities. 
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Finally, the study highlights the importance of expatriate manager's behavior 
in forming corporation's psychological climate. A good psychological climate refers 
primarily to the subordinates, perception of a favorable environment of psychological 
support, warmth, friendliness and helpfulness. Subordinates in such a climate are 
willing to invest in the relationship with their manager. As Boss (1978) asserted, the 
degree to which subordinates committed to leader is primarily contingent on the 
leader's behavior. In American companies operating in China, expatriates usually 
hold high positions. Therefore, whether or not expatriate managers can effectively 
control their behavior is directly related to the quality of corporation's psychological 
climate. Good psychological climate is indispensable for a corporation to attain 
success. Therefore, it is important for expatriate managers to take the responsibility 
of developing good corporation psychological climate. 
Limitations and Future Research Directions 
In spite of the significant and useful findings and implications, there are also 
several limitations in the study. By discussing the limitations, we also suggest future 
research directions. 
The fist limitation is the relatively narrow scope of the study. The aim of this 
study is to explore outcomes of expatriate's adaptation in host country. We only 
examined subordinate's evaluation of expatriate's performance. Although 
performance evaluation has been identified as a critical construct by researchers, 
there are also other important outcomes, such as subordinate's job satisfaction and 
57 
commitment. Investigating the relationships between expatriate's adaptation and 
performance evaluation may be of limited value, unless the actual behavioral 
intentions of subordinates are also considered. A comprehensive consideration of 
more aspects, such as job satisfaction and commitment, can further increase 
contributions to academic study and business practices. 
The second limitation of the study is that the data are cross-sectional. The 
links among constructs are correlational in nature. Accordingly, it is not possible to 
test the causal relationships among key constructs studied. Actually, the relationships 
proposed may be reciprocal. For example, there exists the possibility that an 
expatriate manager who is evaluated as high performer can induce subordinates' 
perceived attitudinal similarity and liking. Then, with the positive perceptions, 
subordinates are willing to interact more frequently with the expatriate. Through the 
interactions, expatriates have more opportunities to understand the host country's 
people and culture, thus, adapting well in interaction and work aspect. Therefore, we 
should measure the variables over time to ensure that our causal ordering is correct. 
In future study, longitudinal research is needed to investigate those relationships 
further. 
Another limitation of the present study is that we only focused on local 
subordinates' perception of expatriate's behavior and their evaluation of expatriates. 
This may raise a concern of common-method-variance. As researchers have pointed 
out that the convergence of superior and subordinate's rating may have an influence 
on their relationships. Therefore, dyadic data is ideal to study relationships between 
expatriate manager and subordinates. Due to practical concerns, we could not collect 
、 
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data from both of expatriates and subordinates. Future studies should utilize 
alternative data sources, rather than relying exclusively on one side of a dyadic 
relationships. In other words, we suggest careful consideration should be given to the 
source of data used to assess the work relationships in future research. 
Furthermore, our study did not take into account the influences of expatriate's 
nationality on the relationships proposed. The statistical analyses only provided a 
preliminary exploration on the potential effects. Just as studies on international 
marketing (e.g. Maheswaran, 1994) have found, consumer's purchase intentions are 
often influenced by product's country-of-origin. Similarly, people have different 
stereotypes or images towards foreigners from different countries. These stereotypes 
may have impacts on people's categorization and assessment of a target person. 
Further research exploring the issue of expatriate's nationality may provide more 
insights into existing expatriate literature. 
A final concern is the generalization of the study. The present study was 
conducted in the Electronics and Finance industries. It is suggested that future 
research will test the generalization with other research settings. Besides, the 
majority of our participants in the study were females. Although we did not find any 
significant difference in responses between male and female participants, additional 
research is needed to determine whether the results of this study can be replicated 





With the rapid development of multinational companies, a large number of 
expatriates have been assigned to work overseas. The ability of these expatiates to 
manage effectively on their overseas assignments is critical to the success of 
multinational companies. One important strategy that expatriates use to improve their 
effectiveness is cross-cultural adaptation. Researchers have conducted plenty of 
studies on antecedents of expatriate adaptation. However, the consequences of 
expatriate adaptation are still under exploration. In response to a call for more studies 
in this field, the present study examined some important outcomes of expatriate 
adaptation and shed some lights on expatriate adaptation study. 
Using a sample of 188 Chinese employees working in American companies 
operating in Beijing, this study empirically examined the effects of expatriate 
adaptation on subordinates' perception of attitudinal similarity with the expatriate, 
liking of expatriate, and consequently, evaluation of the expatriate's performance. 
The findings of the study provide several theoretical and practical implications, and 
as well as future research directions. 
The study has integrated impression management theory and cognitive 
information processing approach to investigate the outcomes of expatiate adaptation. 







Demographic Data of Expatriate 
and Chinese Employees 
Expatriates' Gender (Male) 174 (92.6%) 
(Female) 14 ( 7.4%) 
Expatriates' Nationality (American, excluding 
Chinese American) 54 (28.7%) 
(America-Bom Chinese) 31 (16.5%) 
(Hong Kong or Taiwan Chinese) 53 (28.5%) 
(Others) 45 (23.9%) 
Subordinates' Gender (Male) 44 (23.4%) 
(Female) 144 (76.6%) 
Subordinates' Age ( <25) 83 (33.5%) 
(25-30) 108 (57.4%) 
(31-35) 14 ( 7.4%) 
(36-40) 1 ( 0.5%) 
( > 4 0 ) 0( 0%) 
Subordinates' Education (Below High School) 0 ( 0%) 
(High School) 4( 2.1%) 
(University Graduates) 141 ( 75%) 
(Graduate School) 39 (20.7%) 
Months that subordinate has 
worked in this company 25.7(s.d. = 15.5) 
Months that subordinate has worked 























































































































































































































































































































































































































































































































































Reliabilities of the Measurement Scales 
Interaction Adaptation (Cronbach，s Alpha = .85) 
Item 1: My expatriate manager has adapted well in interacting with Chinese 
on a day-to-day basis. 
Item 2: My expatriate manager has adapted well in interacting with Chinese 
outside of work. 
Item 3: My expatriate manager has adapted well in socializing with Chinese. 
Work Adaptation (Cronbach，s Alpha = .81) 
Item 4: My expatriate manager has adapted well in performing his/her job 
Responsibility. 
Item 5: My expatriate manager has adapted well in supervising employees. 
Perceived Attitudinal Similarity (Cronbach，s Alpha = .85) 
Item 1: My expatriate manager and I are similar in our outlook, perspective, 
and values. 
Item 2: My expatriate manager and I see things in much the same way. 
Item 3: My expatriate manager and I handle problems in a similar way. 
Item 4: My expatriate manager and I analyze problems in a similar way. 
Item 5: My expatriate manager and I think alike in terms of coming up with 
a similar solution for a problem. 
Subordinate's Liking of Expatriate Manager (Cronbach，s Alpha = .80) 
Item 1:1 get along well with my expatriate manager. 
Item 2:1 like my expatriate manager very much. 
Item 3:1 enjoy very much working for my expatriate manager. 
Item 4: My expatriate manager would make a good friend. 
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Table 5 (Cont，） 
Subordinate's Evaluation of Expatriate Manaser's Performance 
(Cronbach ,s Alpha =. 79) 
Item 1: My expatriate manager has been effectively fulfilling his/her roles 
and responsibilities . 
Item 2: My expatriate manager is performing his/her job the way I would like 
it to be performed. 
Item 3: My expatriate manager's performance met my own expectation. 
Item 4: My expatriate manager is excellent in terms of overall performance. 
Item 5:1 do not think my expatriate manager should change the manner in 































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































































Questionnaire (in English) 
The Chinese University of Hong Hong 
Department of International business 
The survey is concerned with the work relationship between expatriate manager and 
Chinese employees in foreign companies in Mainland China. Your participation is 
greatly appreciated. 
This survey is anonymous. All response will be confidential, and used only for 
research purpose. Therefore, please give us your candid response. 
Please read the questions carefully and answer all of them. There is no right or 
wrong answer, therefore please respond according to your own judgement. 
* * * * * -k * * * * * * * * * * * * -k -k * * * * * A -k -k * • � 
I. Information of expatriate manager. 
1. How long have you known your expatriate manager? months 
2. The gender of your expatriate manager: (1) Male (2) Female 
3. The nationality of your expatriate manager: 
(1) American (excluding Chinese American) (2) Chinese American 
(3) Hong Kong, Macao or Taiwan Chinese (4) Others  
II. Please indicate your agreement/disagreement towards the following 
statements about expatriate's adaptation. 
1 = strongly disagree; 2 = disagree; 3 = slightly disagree; 
4 = slightly agree; 5 = agree; 6 = strongly disagree 
strongly strongly 
disagree agree 
1. My expatriate manager has adapted well in the 
following aspects: 
(1) interacting with us on a day-to-day basis 1 2 3 4 5 6 
(2) socializing with us 1 2 3 4 5 6 
(3) conversing with us 1 2 3 4 5 6 
(4) performing his/her job responsibility 1 2 3 4 5 6 
(5) supervising employees 1 2 3 4 5 6 
2. I think it is necessary for an expatriate to change his/her 1 2 3 4 5 6 
behavior to be more typical of behavior in Chinese culture. 
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III. Please indicate your perception of the similarity between your expatriate 
manager and you. 
1. He/she and I are similar in our outlook, perspective, 1 2 3 4 5 6 
and values. 
2. He/she and I see things in much the same way. 1 2 3 4 5 6 
3. He/she and I handle problems in a similar way. 1 2 3 4 5 6 
4. He/she and I analyze problems in a similar way. 1 2 3 4 5 6 
5. He/she and I think alike in terms of coming up with 1 2 3 4 5 6 
a similar solution for a problem. 
IV. Please indicate the degree of your liking of your expatriate manager. 
1. I get along well with him/her. 1 2 3 4 5 6 
2. I like him/her very much. 1 2 3 4 5 6 
3. I enjoy very much working for him/her. 1 2 3 4 5 6 
4. I would like to treat him/her as a friend. 1 2 3 4 5 6 
V. Please indicate your evaluation of your expatriate manager's 
performance. 
1. He/she has been effectively fulfilling his/her roles 1 2 3 4 5 6 
and responsibilities . 
2. He is performing his/her job the way I would like 1 2 3 4 5 6 
it to be performed. 
3. His/Her performance met my own expectation. 1 2 3 4 5 6 
4. He/she is excellent in terms of overall performance. 1 2 3 4 5 6 
5. I do not think he/she needs to change the manner in 1 2 3 4 5 6 
which he/she is doing his/her job. 
VI. Demographic information for classification purpose. 
1. Your g e n d e r : � Male (2) Female 
2. How long have you worked in this company? months 
3. The department in which you are working:  
4. Your education background: 
(1) Below high school; (2) High school; (3) University; (4) Above university 
5. Your age: (l)Under 25; (2) 25-30; (3)31-35; (4) 36-40; (5) 41-45; (6) Above 45 
Thank you again. 
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*** *** *** *** *** *** *** *** *** ic-k-k *** 
一 •您外方上司的有关资料 
1 .您认识您的外方上司多久了？ 个月 










A .在与中国员工的日常交往方面 1 2 3 4 5 6 
B•在与中国员工的交际活动中 1 2 3 4 5 6 
C .在与中国员工的交谈中 1 2 3 4 5 6 
D .在履行工怍责任方面 1 2 3 4 5 6 
E .在督导员工方面 1 2 3 4 5 6 




1.他/她和我的见解，观点，价值观念有许多相似之处. 1 2 3 4 5 6 
2.他/她和我看问题的角度很相似 . 1 2 3 4 5 6 
3.他/她和我处理问题的方式有相似之处 . 1 2 3 4 5 6 
4.他/她和我分析问题的方式着相似之处 . 1 2 3 4 5 6 
5.他/她和我对某个问题会提出相似的解决办法 . 1 2 3 4 5 6 
四_请显示您对您的外方上司喜欢与否的程麼. 
1.我和他/她相处融洽. 1 2 3 4 5 6 
2.我对他/她很有好感. 1 2 3 4 5 6 
3.我乐意在他/她手下工怍. 1 2 3 4 5 6 
4.我会把他/她当怍一个朋友. 1 2 3 4 5 6 
五.请显示您对您的外方上司工作灰进,的评价. 
1.我认为他/她很称职. 1 2 3 4 5 6 
2.他/她工怍的方式是我所欣赏的 . 1 2 3 4 5 6 
3.他/她的表现符合我对他/她的期望. 1 2 3 4 5 6 
4.他/她总体的工作表现很出色. 1 2 3 4 5 6 
5.我认为他/她不需要改变他/她现在工怍的方式. 1 2 3 4 5 6 
六.个人资料（只作统计用途） 
1 . 您的性别： A . 男 B.女 
2.您在这家公司工怍多久了 ？ 个月 
3.您任职的部门/科室 ： 
4 • 您 的 学 历 ： A . 高 中 以 下 B . 高 中 大 学 D . 本 科 以 上 
5.您的年龄：A. 25以下；B. 25-30; C. 31-35; D. 36-40; 
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